ABSTRACT
INTRODUCTION
Team climate or environment explains the influence of behavior, attitudes and well-being of members that affects the organization. It is the way people perceive their work environment (Verbeke et al., 1998) . When employees in a particular work unit agree on their perceptions of the impact of their work environment, their shared perceptions can be aggregated to describe their
LITERATURE REVIEW
Team climate is an important factor in the pursuit of team effectiveness. Participants had positive team experiences and, improved their team skills among other effects (Anderson and West, 1994) . A study on three-dimensional organizational commitment affective, normative, and continuance commitment were investigated by multiple regression analyses. Continuance and normative commitment were both explained by job characteristics, i.e., by the perception of the job as interesting, affective commitment could not be explained with the set of variables. It is affective commitment which particularly accounts for variance in search intentions as well as in turnover intentions (Gautam et al., 2001) . A study by Gautam et al. (2005) identified the structure of organizational citizenship behavior and its relation to organizational commitment in Nepal.
Exploratory and confirmatory factor analyses revealed two factors of organisational citizenship behaviour, altruism and compliance. Structural equation analysis showed a positive relation between affective and normative commitment on the one hand and both citizenship factors on the other. Continuance commitment was negatively related to compliance and unrelated to altruism (Gautam et al., 2005) . A study on Team Climate Inventory analyzed the four-factor theory underlying factor structure, internal homogeneity; predictive validity and factor replicability across groups of the summarized measure are presented. It demonstrates robust psychometric properties, with acceptable levels of reliability and validity (Anderson and West, 1998) . Another study examined the factor structure and psychometric properties of the 38-item Team Climate Inventory and the 14-item short version using a sample of 72 four-person teams of management undergraduates in a Canadian university. The Team Climate Inventory shows promise as a multidimensional measure of the team climate construct in both student and employee teams (Robert and Pamela, 2002) .
Scope of the Study
This study aims at exploring the effectiveness of team work in the banking sector and attempts to promote a better teamwork environment in the banking sector in Nizwa, Sultanate of Oman. The study evaluates the current team work environment of thirteen banks in Nizwa by adopting Bernhard A Zimmermann's model. It creates awareness for the banks and its employees to improve their team working culture. No empirical studies have been conducted in this area in Nizwa and hence this study serves as a reference for the banks and other organisations. To this extent this research is significant and relevant.
Objectives of the Study
1. To analyse the team environment variables of banks in Nizwa 2. To identify the most influencing team climate variable.
3. To determine the consistency and reliability of these variables.
Research Methodology
The study is conducted in the banking sector in Nizwa, Sultanate of Oman. The data is 
ANALYSIS AND DISCUSSION

Trust
A well-developed level of trust in a team enables the team to work openly with one another. If the level of trust is medium or reasonable the organization should plan activities to develop trust in the team. Table 4 shows the coefficient of variation of conflict management among the banks. Conflict management is the highly consistent and reliable factor in Bank Dhofar. At the same time it is revealed that conflict management is not consistent and reliable factor in Bank Muscat, Industrial
Branch. Conflict management is also inconsistent in Bank Sohar and Qatar International bank.
Commitment
A high level of commitment among employees enables the team to work effectively and rely on each other. A medium level of commitment in a team is also acceptable. However, improvement in this level will help to manage interdependent tasks. If commitment is low, the employees are unaware of team tasks. The consistency and reliability of accountability is analysed in table 8. Bank Dhofar is the most consistent and reliable in accountability factor. Accountability is least consistent factor in Bank Muscat, Industrial Branch and Bank Sohar. 
FINDINGS OF THE STUDY
CONCLUSION
Every organization should make a sincere effort in developing its team work environment.
Effective team work has an impact on job satisfaction and productivity. The present research analysed the team work attributes of fourteen banks and identified that few banks were high on team work attributes and others were low.
Concentration should be given by those banks where the team attributes are low and improve themselves in order to become effective. The suggestions given through this study help the banks to improve their team work climate.
